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AB^SI^BACT • . . ' ' 

This docuiient-describes the steps that. San Diego Hesa 
College plans tt> take in order to bring about a balance in the racial 
and sex dis>tribution of its faculty and staff that approximates the 
racial and sex composition of the populaiton of the City of San 
Diego. The philosophy • and goals of the Mesa College Affirmative 
Action Policy are set forth, and the apparatus necessary to monitd^ 
and enforce its implementation is detailed. Expected activities of 
the Affirmative Action Commrittee anfl the Affirmative* Action 
Coordinators are outlined, and policies in the areas of budget and 
appeals are delineated. The present faculty and staff r^icial and sex 
'composition is described for each department in the college 
(administration, arts and sciences^ counseling, occupational 
education, and classified staff) , and goals are set for one- and 
f?,v6-year periods. Finally, a calculation is made of how close the 
college will be in five ye^rs to its ultimate cfoal of an entirely 
balanced staff is the current goals' are reached^ (NHM) 



♦ Documents acquired by ERIC include many informal unpublished^ *" 

♦ materials not available froa other sources. EPIC makes every effort * 

♦ to obtain the best copy available. Nevertheless, items of marginal * 

♦ reproducibility are often encountered and this affects the .quality * 

♦ of the microfiche and hardcopy reproductions EBIC makes available * 

♦ via the ERIC Document Reproduction Service (EDRS). EDRS is not * 
responsible- for the quality of the original document. Reproductions * 

♦ supplied by EDRS are the best that can be made from the original. ♦ 
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The Sai3 Diego Mesa (College Affirmative Action Policj^ 
was developed by an Affirmative Action Committee composed 
of classified, instructor, and administrative representatives. 
Input was sought from employed personnel throughout ;the 
campus'. The result which follows has been approved by the 
Facility Senate and the President of Mesa College. 

It IS the purpose of this policy to aim toward a^ 
desired balance in the racial and sex distribution of our 
staff as expressed in the philosophy and goals which cqrapr.is'e 
the policy which follows. 

It is the hope and expectation that the entire staff 
will support strongly the spirit and the letter of the policy 

C i 

in pursuit of achievement of its goals. Toward this end a 
staff development program is planned 

President 

San Diego Mesa College. 




'The accompanying San Diego Mesa Coll ege Affirmative 
Action Policy is essentially the same' policy adopted by the 
Mesa College Academic Senate on January 7, 1974, with the 
following additions: ^ 

' a* goals 

b. sections mandated by the district , 



John M. Carman 
President 

Ntesa College Academic 
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I. INTRODUCTION 
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San Diego Mesa College, pursuant to a Board of Trustees policy, 
hafs for some time followrd a {X)licy of nori-discr iraination in the hiring 
and promotion of employees. While some progress was made under this 
policy, it did not effect racial and sex balance in the faculty and 
staff. The purpose of this document, The San Diego Mesa College 
Affirmative Action Policy ,, is to describe the steps tha't the college 
[>l<ins to take in order to bring about the desired balance in the racial 
.and SOX distribution of its faculty and staff. The policy sets forth 
the philosophy and goals of the program and details the apparatus -* 
necessary to monitor axid enforce its implementation. ^ 

This document represents the thinking and planning of a large 
segment of the staff. It originated in the Faculty Senate'^ Affirmativei 
Action Committee and was approved by the Faculty Senate. The final 
dc^cument also repri^sents input from the Department Chairpersons, the ' 
.idmini s ti at i ve st^rL, the President, and otlier interQst«d individuals. 

As detailed ,yVs Ihjs dt)t:ument iS j'n SGttLiuj forth r^^sponsibi li ty ^ ^ 
procedures, and go^ls, the source of its success o'r failure lies out- 
s^ide its pages. It is apparent that in dealing as it does In numbers ^ 
ajid percentages, the document has a 'tendency to disguise the fact that 
it is a policy concerned with (K^ople ^nd their right -to equitable 
empl<*>ment practices; it <xl so .pparerwt that the succes>s of the pro- • 

iLtv<»s t( 



tiiam in'^ achiev Lmj equal opportunii 



;oi ninpLoyment and pr<>motit)n 



depends on the c cooper at ton of eacli member of the College community in 
t i^aciuu a climate that is fair to all piesent and future employees. 
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ii. "definitions . ' 

Federal legislation and executive orders require that Mesa 

College institute an Affirmative Action Program. ' Executive Order 11246 

defines the term in the following manner: / ^ 

Affirmative Action* requires the contractof to do more than 
\ ensure employiuent 'neutrality with regard to race, color ,^ 

religion, sex ^d national origin. As the phrase implies, 
♦ affirmative action requires the employer to make additional 
!ef forts to recruit, employ and promote qualified members 
of groups formerly exc^d^d, even if that exclusion cjfeinot 
be traced to par ticular discriminatory actions on the part 
of the employer. The premise of the affirmative action concept ' 
\ ♦ of the executive order is that unless positive action is under- 
taken to oveixome the. effects *of systemic institutional forms 
of exclusion and discrimination, a benign neutrality in 
employment practices will tend to perpetuate the status quo ante 
indefinitely. 

Thus,, we are under a legal obligation t-o do more than have a passive 
policy of non-discrimination: we are required'to actively recruit ^ 
women and ethnic minorities and to ensure that they arc included in 
the hiring and promotion processes at all level of employment in such 
a manner as to ^overcome past underutilization (defined by the 
Executive Order as "having fewer women or minorl?^es in a particular 
job than would reasonably be expected by their availability")-.. Full 
or surplus hirings of one segment of these groups (e.g., only womer\ or 
^nly one ethnic minority) will not satisfy the spirit of Affirmative 
Action. This non discrimination 'policy in employment also includes 
the physically handicapped and Vietnam-era veterans. 

Nothing in federal guidelineb or in this jx^ilcy in any way 
-suggests that we ^ 

a) hire, retain or promote incompetent per'sonnel. 

b) terminat>*<^reseni employees in order to create positions 
for affirmative action hiring. * 

Federal guidelines also require that we establish realistic 

7/. * * t 
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Page 2 

goalb (not quotas) for Affirmative Action, that we perform a careful • 
analysis ^Df the present staff in order to document representation of * 
women and minorities and identify areas of paxticular underutilization, 
that' we conduct an annual self-evaluation of affirmative action 
activities to determine progress or lack of progress,, and that we 
clearly assign administrative responsibility for carrying out the 
program. In accordance with federal guidelines, failure to establish 
an acceptable Affirmative Actioa Program invites' the suspension of 
federal subsidies and other sanctions. Compliance with the Affirmative 
Action Program will be measured by the rate of progress the college 
makes toward reducing underutilization of minorities, women, the 
physically handicapped and Vietnam-era veterans. 
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ill. OOALS ' • ^ ' > * 

The long raxige goal of Mesa College is' to achieve and 
maintain a faculty, staff, and administfaticyi that closely^ approximattes 
the*racial composition of the population in tli#- City of Sai\ Diego, 
and the percentage of women in the lj,abo'f force, anS to ensuxe that 
each employee in every segment and at all levels has. equal opportunity 
for promotion and advancement. In the shbrter range, the next five 
yearb have, been designated as a period during .which maximu^ prog^e^s 
will be made toward reaching this goal. Each department and staff 
oomponent has analyzed its current staffing pattern with regard to. 
ethnic and sex make-up, has calculaPted the number of potential open- 

ings within the next five years, and has set a goal for Affirmative 

f » ' ^ 

Ac tion .hirings baysed on the progress th'at d^artmaot 'needs to make ^ 

• * " *^ 

before the doal of the college is reached. The total ^of tKese' 
J^^ar tmen*tal goals is the goal for the* college ^s a*whole. In order, 
to reduce the disjlJarity between both the percentafge %f the minorities 
• in the CitJ^ and women in the labor foxce and campus, the certificated 
staff ^has designated a total of 29 positions to be c<s>nside?:ed for 
Affirmative Action hirings; the administrative' staff has designated a 
goal of one; the classified staff hais designated a goal, of 11. To 
meet (these goals, and in general thereafter, special efforts will be 
made to recruit in such a way that women and individu^als from 
minority groups wil^ have every opportunity to be considered, appoint- 
ed, and promoted. . \^ 

.The tabic on the following page shows, department-by-department, 
the Affirmative Action goalb for one- and five-year periods* " Thobc 
depaptmentb ivith no projected openings will, of c6urse,' show no 



^ Affirmative Action goals. Should openings in th-ese departments 

clevelop, however, <^ should the number of already projected openings 
change, then the goals will be revised to reflect such chajiges. 
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DEPARTMENTAL AFFIRMATIVE ACTION GOALS 
One and Five Year Periods 

I One-year Goal Five-year Goal^ (total 



Administration 

Arts and Sciences Division 
Art 

Behavioral Sciences 
Black Studies 
Chicano Studies 
English 

Foreign Languages 
Life Sciences 
Mathematics 
Music 

'Physical Education 
Physical Sciences 
Social Sciences 
Speech 
Library 

Special Education 
*Counsc I ing 

Occupational Education 

Business Administration 
Coinmunity & Commercial Services 
Construction Technology ^ 
Electronics 
Health 

Secretarial/Clerical 
Technical 

Classified 



0 1 

# ' 15 

0 • 1 . 

2 ■ ' 5 

Q 0 

0-0 

0 . 0 

1 4 

0 0 

1 • 1 
0 • 0 
0 . '0 
0 \ . 0 
0 2 
JO 2 
0 < 0 

0 0 

1 \ 3 

9 11 

2 . 2 
1 2 
1 . ■ 1 
1 1 

' ' • I 

2' . 3 

0 0 

*** 11 



***Number«of potential opctiings It, too J luid to calculate with precision. 
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IV. IMPLEMENTATION 



Fin.ii responsibility ..for implementation of this policy 
r(^stb with th(> Pi:esident, who will be assisted by the following: 



Deans 

Business Manager 
Department Chairpersons 
Supervisors 

Affirmative Actio-i Coordinators 
Affirmative Action Committee 



Others, as requested 

Affirmative AqtjLon Committee 

The Senate's Affirmative Actian Committee operates under 

the aegis of tuie Senate but includes in its membership sufficient 

people from ourtside the Senate to ensure wide representation from 
' 1 

tfie entire college. Thus, in addition to faculty, there are 

I " • * * ' • ^ 

representatives from the administration, department c'hairpersons , 

students, and classified staff. - At least half of the members are 

1 • ' " * 

women and members of minority groups. The Affirmative Action 

N . , 

Coordinators also serve oi;i and are accountable to the committee; 
therefore, the committee must elect a chairperson other than an 
i^dfirmative Actjion Coordinator, 

Vhe rple of the committee includes, but is not necessarily 
limited to, the following: 

1) To review generally the Affirmative Action Progrfijn 
to improve and strengthen it and make recommendations 
to the Senate accordingly. "* 

2) To s^r\^e the Affirmative Action^ Coordinators * in an 
advisoiy capacity in the implementation of the 
Affitmcitive Action Program, as well as to assist 
in the recruitment aspect of the program, ,and other 
areas zs approved ^by the committee and the president. 

3) To review periodically appointment rej^^rts from the 
deans and business manager and make recommendations 
for coc rdination, enforcement, or modif ication of 
goals. * ^ ' * • 

4) To mak€ an annual, written report to the Senate of 

7 12 
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2} To servo on the district Ajyirmative Action Committee. 

3\ To assist all departments and units seeking minority 
aind women applicants, particularly those from the 
local community. 

4 i To ass^lst groups involved in the recruitment of 
students.' ^ 

5) To review job descriptions before they are finalized 
to ensure that they do not discriminate against wom^ri 
or minority applicants . 

6) To ensure that information about and current develop- 
ments in Affirmative Action are communicated to the 
college community. Dissemination of information may 
occur in writing, in meetings or in workshops^ as 
appropriate. 

7) To serve as an Affirmative Action ombudsman', th&t is, 
to refer to the appropriate individual questions or 
grievances arising on campus or in the community. 

8) To infdrm classified staff of promotional -opportunities 
within the ^district. 

Q) To recommend to all areas having significant under- 
utilization those methods by which they may implement 
affirmative action goals. 

10) To make necessary surveys of the > college' s minority 
and women faculty and staff. 

«■ 

11) To make a semi-annual report to the Senate on the 

^ status of the program — more frequently if necessary. 

12) To serve as a voting member on screening and inter- 
viewing committees. 



Budoet 



The Affirmative Action Coor<^inators will have a budget 

« f» 

to cover their e>c^nses for attendance at conferences, and to cover 
other expx?nsos that will arise in the p>erf ormance.of their duties. ^ 

Vvhen the Affirmative Action Coordinator finds it necessary 

... H 
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Page 4 \ , ^ 

to appeal the decision of a selection committee, the procedure 
out-lined beiow will be'followed. The procedure is, based on one 
suggested by . the Distric^ Af f irmative Action Cqmmittee an(5 may be 
modified as future experience dictates.^ 

1) The PLffirmative Action Coordinator will notify 

, Personnel Services by telephone on the same day of 
the interview or early the next day that he or she 
intends to protest the actions of the selection 
committee because of discrimination against one ot 
mOire candidates' or because deviation from district 
hiring procedures has occurred. No appointment will . 
be made until- the appeal has been settled in the man- 
ner outlined below. 

2) The Affirmative Action Coordinator will submit his 
charges and evidence in writing to the appropriate 
dean or business manager, the President, the District 
Affirmative Action Off deer, and Personnel Services. 

3) Within five working days, the Presrdent will appoint 
* a review committee composed of the President, the 

Dibtrict Affirmative Action Officer, and an Affirmative 
Action Coordinator from some other unit. The choice 
of the Affirmative Action Coordinator must be agreed 
. upon by the President and the Affirmative Action 
Officer and must also be acceptable to the deparment 
chairperson or classified unit supervisor (whichever 
is involved). If the choice of that third person is ^ 
not agreed *to by the department chairperson or super- 
visor, he or she may choose 'a fourth, neutral, party 
r to sit on the committee. 



1^ 



4) The Affirmative Action Coordinator who instituted 
the appeal should take the initiative to resolve 
the issue with the other members of the selection 
committee before the hearing of the review com- 
mittee. If agreement is reached, that agreement 
should be submitted to the review committee for 
approval. If no agreement is reached, then at the 
review hearing, the Affirmative Action Coordinator 
who filed the appeal will present his charges. The 
other members of the selection committee will have 
an opportunity to respond to the charges. After 
atll evidence has been presented, the review committee 
will decide the case, and both parties must accept 
the ruling.. Th^ committee may not, however, rule on 
which individual will be appointed to fill the vacant 
position. 

15 . 

10 ' . 
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5) If for some reason the review comi^iittee is unable 
.to agree on a decision, the quest/Lon will be sub- 
mitted to the Chancellor^ or his ^designee, for 
review and final disposition. 
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V, ANALYSIS OF UTILIZATION DATA 

Th^ l<\bl(^s at, the end of this ^^cKrtion present, a detailed 
picture of the Loliege'b present staffing patterns with regard to 
race and sex. These figures should be viewed against similar 
figures for the entire city, since the goal of this policy is to 
eliminate the disparity between city and campuSi 

' San Dieqo City ^ 
women ( in labor force) 48. 2>'o 

total ethnic population 23.8% 
y , Black . 7.6% 

Span i§*|-s urn amed 12. 7% 

Asian-American • 2,3% 

Native American 0.3% 
Other » 0. 9% 

The following is a written summary of the salient 

/ 

characteristics of the data presented on later pages. ✓ 

'Adonis t rat ion 
r 

There are six administrators on campus." One of them (16.7%) 
is a womarJL All are white. 
Arts and Scienc es 

This division has a staff of 1S8.5, of which 72.55% is male, 
27.44% is fem^rie. 91.70% of the staff is white, and 7.56% is from 
minority groups (2.52% Black, 3.15% Spanish-burnamed, 0.63% 
As lan-Amer i< an, 1.26% NaliVe American). Seven o/^he fifteen depart- 
ments are 100% white, o/e department, Chicano Studies, has a. staff of 
two, both mal<^ and both minority; another department. Black Studies, 
ha-» one meml>Vr, <\ woman\\nd a minority. Five departments have the ' 
^<\mo (or higher) ]:>ercentaoe of women as does the labor force. They^e 

12 
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V 

departments, with the exception of 'Black Studies^ are in traditionally 

women's fields: English, 'Music, Library, Special Education. The 
# • ' 

departments with the lowest percentages of wonron are Life Sciences, 
Mathematics, Physical Sciences, and Social Sciences. The evident 
pattern with respect to^minority faculty is low visibility, reflected 
by the total percentage of 7.56 Which is consideia^ly lower than the 
city figure of 23.8%. Thus this division needs to hire minority in- 
structors in all disciplines and women in disciplines other than the 
traditionally women's fields. 
Counseling 

The counseling department has a staff of* 13, 77% of which 

male, 23% of which' is femafe. 69.23% of the staff is white, 

/ . • ^ . . 

15r3§% is Black, 7.23% is Spanish surnamed, 7,23% is Native American. 

The department is below the city figures for women, Spanish- surnamed 

and >sian-Aincrican, although the combined ethnic representation is 

higher than that of the city. * ^ - 

Occupational Education • 

This division hrfs a staff of 58.5 people, of which 58.11% 

is male, 41.88% female. 96.58% is white, and 3.42% (representing 

two people) is from minority groups. Five of the seven departments 

are 100% white; two departments in traditionally men's fields) are 

100% male. Throe dopartmentb have very high peicentages. of womeA: 

Compuni ty, and Conun(>rcial Servit os. Health Ot t upations' , aiui 

becret^ry/ClGtical. These dcpaictments are traditionally women'<; 

disciplines. Like Arts and -Sc lences , this division needs to hire 
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minority instructors in all disciplines and women in disciplineis 
other than tho traditionally women's fields. ' 

. * » • 

Classified 

.i.. ■ ^ / 

The classified staff is mad^e up of 128 'people, with a 

break-down of 60% female^ 40% 'male. 86% of the staff is white, 

14% from minority groups. Two units, Clerical and Food Services, have 

a very high percentage of women (both over 90%) ^ and both arjsr >tradi- • 

tionally women's fields. Two- units. Custodial and Gardening, have 

very low* percentages of women (4% and 0, respectively). These are 

traditionally men's fields. One dejfertment, the Bookstore, has no 




'minority individuals. This' a^ivisio^ has a total minor i tyl jx>pulat ion 

that is below the city figure^rt — ^ . 

In addition ^ the table showing distribution by race and 

bex in the classified division, there is also ^ table that shows the 

distribution of race and sex with respect to salary. This table 

indicates the following characteristics: 

1) There are seven departments. In' all but one 

('•Miscellaneous,*' which is not really a discrete 
department), the senior individual is white. In ^ 
three department3, the senior individual is a woman; 
in four, a male. 



2) In' the Clerical Department, there are 8 people at 

the lowest salaxy level; 4 of these people (50^^^) are 
minoiity individuals. Sixty percent (3 people) of 
tJie iflackSiare <it tho lowest 'salary level. ALL of 
the Spani slUsurn<'imed are in the lowest 4 pobitioiis 
(of a totaj of 12 positions). -The most populous 
. level* is that oi Inteimediate Clerk the third 
lowest [)Osition. There are 20 white individuals at 
this position, ont* minority. 



i) In the Custjodial De[>artment, all the minority individuals 
and the ond woman <ire at the lowest level. 

4) The Food Services Department has one minori^ individual 

19 
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who is at the /third lowest level. 

'5) ^Gard^ning Department has three levels; at the midcile 
level, half of the individuals are white; half are 
* minorities. One person, a minority individual, is at 
the lowest level* * . . 

Thus it would seem that minority individuals are clustered 
at the lower end of the pay scale. This could mean either that the 
minority individuals are all recently hired, or ^t could mean that' 
there is a lack of promotional oppotunity for them. The Affirmative 
Action, Coordinator should investigate the situation, and if necessary, 
recommend steps to remedy it. « 

The preceding paragraphs summarized percentages of women 
and minority groups and their distribtuion in the various depart- 
ments. Anotner way of viewing the same data is to compare the presen.t 
staffing picture in terms of numbers of people, instead of per- 
oentages, with what the prcture would be if the staff were in line 
with the city. This yields a clear picture of the disparity between 
the current situ.-^tion and the goal of a balanced staff. The figures 
for Xdministration, a small division, are less detailed than the 
others since it is meaningless to talk about^small fractions of a 
person. For this division, calcula'tions have been based on the 
on tire female and minority group population of the city: 50.8% 
(this total has been corrected to avoid counting minority women 
twice) . ' • 
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Administration 
Total 

Parity (women & minorities) ^--^ 
Current no, women & minorities 
Disparity . 



Arts & Sciences 




Total 


• 

Women 


Black 


Spanish- 
Surname 


Asi^- 
Ame^rican 


Native 
America 


Parity 


< 




76 


' ' 7 


?o 


4 


1 • 


Current 


158.5 


.43.5 


4 


6 


* 1 


2 


Disparity 




• 


.32.5 

• 


8 


. 7-4 


3 


/•o • 


Counseling 
















Parity 






6 


1 • 


2 




a 


Current 




13 


3 


2 

V^ 


1 


0 


1 


Disparity 






3 




1 






*less th 


kn 1 
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Occupational Education 
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Parity 






28 
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/ 7 ■ 

1 » 


1 , 




Current 




58,5 
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' 1 
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1 i 


Disparity 
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** 
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Classified 
















Parity 






62 


10 


^. ' 16 


3 


1 


Current 




128 


78 


8 


6 


3 


0 


. 1)1 spai Ity 
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^ 10 
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SAN DIEGO MESA COLLEGE 



CLASSIFIED STAFFING PATTERNS 
With Respect to Salary » 



I^bl^AI^TMliNT/ 

n A^>STPTrATinN * 



WHITE 



ASIAN 
AMERICAN 



BLACK 



SPANISH- 
SURNAME 



NATIVE 
AMERICAN 



TOTAL 



CLERICAL 

Co II ogo General Sec. 

Dup. Center Supv. I 

Senior Clerk 

Dupl. Equip, Operator 

Account Clerk -JII 

School .Clerk -11 «^ 

Secretary II 

Clork II 

Secretary I 

A.V- Clerk 

Into rmedi ate Clerk 

Stono-'CLc»rk 

Juniot Clerk 



M 



M 



1 
1 
1 

4 
4 
2 
1 
20 
1 
3 



TOTAL 



40 



M 



M 



M 



>1 



1 
1 
2 

1 
1 
4 
4 
2 
1 
21 
1 
7 



46 



CUSTODIAL 










c 








. i 








Head Custodian IV 


, 1 




















1 


\ 


Head Custodian 


; 1 




















1 




Crow Leader 


1 




















1 




Custodians 


19 


1 


1 2 




3 












24 


1 


T(vr\L 


77 " 


1 


2 


. \ 


3 












27 


1 



Brooks lore* 'Mamager 
' (Jerk IT' 
A$St* Stockroom Clerk 
Vu^ erT^e<!iato Clerk 



»l»o -.iti<»nb Arr.«nord in descending ol^dv r of s<ilary 



1 

, 1 



f SAN DIEGO MESA COLLEGE 

CLASSIFIED STAFFING PATTERNS 







DI'PAKTMENT/ / 
f \ ^^s » t'*irATrm 


V\/HITE 


ASIAN 
\MERICAN 


BLACK 


SPANISH^ ■ 
SURNAME ' P 


NATIVE 
lMERIC^ 


TOTAL 


— ^ 1 ) ' 


M 1 F 


M 


F 


M 


F 


M 


F 


M 


F 


'M 


F 


l-ajD ShRVICES 

ColU'ue Cafeteria Mgr. II 
Cafi^tcria Van Driver 
Asst. Caf.eteria Mgr. 
Supv. Range Cook 
Food Spec. Supv^ 
Food Svc. Worker II 
Cai'eteria Steward 
Junior Clerk " 
Food Svc^ Worker I 


.1 


1 

2 
1 
4 

3 

1 

10 (1 


vac£ 


jicy) 


# 

1 












1 

. 1 


1 

2 
1 

4 
3 

1 
10 
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2. 
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GARDEN ING 

Head Gardnox 
Gai doner 
As^t. Gardener 


1 




1 




1 




N. 

1 
1 








1 
6 
1 




TOT \L 


4 




1 




1 , 




2 








8 










MISCELLANEOUS 

Business Manager 

Multi-Media Specialist 

Coinunity Svc. Coord. 

F in.^ncial ^Placement 

Plant Mana^/or 

Aclnin. Asst. 1 

M.iii^r. M:au*. 

Lab A ^^ J s i<iJit 

p{\y.* Ld. Acr . 

Power C^VH**^pG' Opa^ dtor 

'Locker Attendant 


■! 

1 

1 
1 
1 
1 

\ 

I 
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1 
1 
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1 
1 
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CONCLUSION ' j 

In accordance \;ith the best judgment of those . involved in t4?.G pre- 

paration of ^is uocunent and in accordance witi\ federal guidelines for ^ 

Affirmative Action, thie goals set forth in this document are realistic, 

* I 
based as they are on conservative estiaa-^es of potential openings and ac- 

curate figures regarding current utilization of women and minorities . ^ 

The number of openings might, of course, 'prove to be too conservative, , 

thus /opening the way for more Affirmative Action hirings than were planned; 

soTie of** the openings could, on the^ther hand, not materialize^ thus 

naking the^tated goals impossible to achieve. Nevertheless, this 

docurent would be incomplete without some attempt to calculate how close 

yesa College will be in five years to {is ultimate goal of entirely 

11. 

b^anced staff if the current goals are ^achieved . 

i * ' 

. • / 

Adr::Ln istration ' y • ' 

7 ' 

Since the administrative staff will have only one opening, and 
tba* occasioned by the retirement of the one woman on the staff, even if 
It neets its QO^l of one Affirmative Action hiring, there will be no- 
rroQiess toward balance. 

' ' ./ • 

Ajrts and Sciences/ 



In five> year's, given current growth projections, the Arts and 



vill have a total staff of 173.5 people. A balanced 



^j^^* tire ^."ould include 84 vromen, 13 Blacks, '22 Spanish-surnamed, 

/ 

^ • ^x.*^cric?.rs, and 1 Native American. At present, there ar^ 43.5 women, 
^; El^.'^ks, 6 Sr^s-^"^ i£b-surnai^,oJ , 1 Asian-Arricriran, and\2 Native Aircricans.. 
u 1* tot^i r.-^iidce tespe^^T to : ox suti fithnic background u-ere 

a-Chicvc^ \' r.6x* five y«ars, that voulcl r»>.\n cvdrllna 40. 3 Konien , 

r<\Sp«i^^ . ^^-*:u : n^-c:^, i^^'v 2 A^ i <iT') - A-et i Ans . The <Uv i ^ ib'i has 



how the variables of sex and ethnic background will be distributed among 
those 15 people (that is, how many Span isu-sur named or Asian-Americans, 
etc. will be included). Consequently, the disparities that will remain 
at the end o:' the 5-year period cannot be precisely calculated. It xs 
cl-eai?, howev jr, that even if this goal of 15 is reached, considerable 

7 

progiress wLil still need to be made before balance is achieved. New 
goals will have to be set at the end of the five years. 



Occupational Education 

In five years, the Occupation Education Division will have a staff 
of. 69.5 people. A balanced staff at that time would include 33 women, 
5 Blacks, 9 Spanish-surnamed individuals, and 2 Asian-American. (Because 
of the size of this division, the figure for Native Americans, .3%, is 
less than 1 individual). .At present there are*' 24. 5 women, 1 Spanish- 
surnamed individual, and X Native American. In order to achieve balance 
in five years, the division \^ould need to add 8.5 women, 5 Blacks, 8 Spanish-^ 
surname^, and 2 Asian-American. The division has an Affirmative Action 
goal of 11". If this goal is reached, the division will have come close 
to the goal of a balanced staff but will need to set new goals iri order 
to eliminate the remaining disparities. ' * 

Counseling 

In, five years, Ih^e Counseling Department will haVe a staff of '16. 
A balanced staff at that time would include 8 women, 1 Blac^, 2 Spanish- 
rnamod. (The figures for Asian-.'\mericans and Native Americans are loss 

) At present, there aie 3 women, 2 Blacks, 1 Spanisli-.surnamedj^ and 
1 Native Ametitah. In oVder to reach a balanced staff, 5 ivopi^n r^nd 
I Span ?sh-sar named individual wou.ld have to be added, rh^ depart er^t^ has 
an Affirfiativa Action ^al of 3, aln.i It that goal is reached, thi: depart neni 
could achieve balance, oi ^o-^ qui^c cl*o>^e to i t , in five years. \^ 



'sijrnam< 
tharf 1 



Classified - ^ 

' ■ /X) 

In tliis division, the concern is prxnarily with position' on the 
salary scale, and not so much with riumbers. For exeunplc, this division 
has 76 projected' openings and a disparity of 11 minority individuals. 
Thus reaching the goal of a balanced staff is certainly within the realm 
of poskibility, ' However, the lack of minority people at the higher levels 
of sa'lary' and 'their concen,tration at the lowest levels is a situation 
that would seem to need remedy. * 



Thus it would seem tha^ ^ven with the most conscientious <jit;^tention 

to Affirmative Action, Mesa College at the end. of the five yea«:s cQuered 

• * 

by this policy will need to set new goals before an equitable balance is 
achieved. It is true that some divisions of the college may hope^to come 
closer to the desired situation than others, and that the' concerns of the 
classified staff are somewhat dif lerent^ f rom the concerns pf the certifi- 
cated staff, and also true that with respect to women, it is distribution 
more than numbers that needs to be considered. Nevertheless, with careful 
monitoring . and willing participation of the entire staff, there woyild 



appear to be n^ reason that this policy, although it covers a wide variety 
of ^complex • issues , cannot effectively move the college in the desired 



direction of equitable employment ancL-^^fomotional opportunity. 
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